Abstract. Despite of women's enthusiasm for more presence in different fields of society, unfortunately, their presence in both macro and micro level management is not outstanding. Also women are not as opportunist as men in employment opportunities, and work achievements. This phenomenon is called glass ceiling, and it is affected by personal, organizational, cultural and social factors. This research is applicable in its objectives and it is descriptive in methodology. The target population of this research includes all the state (governmental) organizations in Isfahan. From the target population; all the personnel of head departments of education, technical and vocational, labor and social affairs and welfare organization including 637 people were selected. The calculated volume sample was 219. The researcher collected 199 questionnaires, for data collection; the researcher used interview and questionnaire. Based on this, the researcher collected data about the personal, organizational, cultural, and social factors that would allow the appointment or disengagement of women for management positions. The results indicated that two reasons naming cultural and social factors are the most influential in not appointing women for management or higher positions in an organization. Among the rejected hypothesis, and based on the interviews, there are 2 main reasons why women can't be appointed for management or higher positions in an organization; including: 1) women are emotional and are not capable of doing the kind of work that needs to be done away from family (from personal perspective) 2) lack of equal employment opportunities for men and women (from organizational perspective)
INTRODUCTION
Women make up almost half of the population. They are credits and breeders of the future generation. Women are really potential in academic development, social progress and cultural enhancement of a country. This is a good reason to take their job progress into account.
The general circumstances at organizations indicate that women are still under the effects of glass ceiling and are kept at low management levels.
Different news resources and studies indicate that there are still inequality problems regarding women's management positions. (Cagatay and Ozler, 2004) .These management position problems for women come to spot light when the percentage of women managers, in comparison to male and female populations, is calculated.
Today, misogamy is one the many problems that women have in society and this is a huge barrier to their success and achievement. In many books, misogamy is named as glass ceiling too. This concept indicates that there are many barriers in front of women that impede them from success and achieving higher positions in a society (Ervin, 2003) .
Although in our country the number of females enrolling for university submission has drastically increased (even more than males), few of them can achieve higher management levels and further their education.
In stemming on this problem, as it was indicated, some have reminded about glass ceiling which unfortunately this phenomenon has lead to misogamy in our country. Indeed, this glass ceiling indicates the presence of the type of males that are still subject to traditional thoughts. Though, after passages of centuries they haven't been able to make progress and gain a position in society (Cooper et al., 2001) .
In order to develop economically and socially, a country must have the capacity to make use of human potentials. This human potential includes both males and females. Today, the number of females is increasing in organizations, but only few of them can achieve higher levels in an organization. In carrier path, females encounter the kind of barriers that males don't. Based on the existing barriers for female's progress, it's necessary to investigate the reasons. It is necessary to eliminate barriers, and set the scene for females in different management levels.
THEORETICAL VIEWS OF THE RESEARCH

Glass ceiling
One of the most important issues in the world of organizations is to establish a faired system of promotion based on the values and merits. Although there have been many trials out seeking in this regard, there are still many problems regarding inequality of organizational promotion. There are many wonders, especially in dealing with women's organizations and their carrier enhancements. Whether say it or not, women comprise almost half of human resources in organizations, and based on the fact that nowadays, especially in Iran, women tend more to further their education and work in state organizations, the probability of their employment in organizations is increasing. Because of this, the probability of any inequality for them can negatively decrease human resourcefulness in organizations. Glass ceiling metaphor indicates the existence of invisible barriers to the development and promotion route of women. Glass ceiling increases organizational inequality, and has a direct effect on the working quality of more than half of the organizations. In natural division of labour in organizations, consciously or unconsciously, women are marginalized. Their progress and promotion is no longer important for other people, sometimes even achieving higher positions is odd, this is because the majority of people think that women must be marginalized and must never gain the head position (Meyers et al., 2002) .
A literature review about the glass ceiling metaphor indicates the existence of an unchangeable barrier, in almost all the organizations in the world, which is working without any legal validity, and it is based on implicit and unwritten agreements. The aim is to prevent women from promotion and progress.
The glass ceiling metaphor is used when women are prevented from achieving higher levels, only because of gender issues. It is important to mention that the location of this glass ceiling is different in different organizations and different countries (Kottis, 2000) .
In other words, there are horizontal and vertical barriers naming as glass ceiling and glass wall, which traps and surrounds women.
It is important to say that, in state (governmental) organizations, in addition to constraints associated with groups or individuals against other individuals making the ruling parties, the injustice against women whose parties are independent of the ruling parties, increases.
It's probable that the existence of glass ceiling would be really dangerous to the organizations. Maybe, in years before those women didn't have any knowledge about the existence of such barriers, there were not talks regarding that now. It is to emphasize that if managers, don't estimate the importance of this issue and don't take any step to address this problem, they will confront with many cost bearing problems such as: absenteeism, reduced organizational productivity, and loosing many talented women (Cooper et al., 2001) . Based on experience in many developed countries, human resource is the most effective factor in these countries. Sustainable society development in all the aspects, including economical development is affiliated with the participation of all peoples in a society, both males and females.
Women's effective and dynamic presence in the form of a useful indirect constructive engagement is in economical development. Thus, activities of daily living that includes various activities such as raising children, and home management that increase the efficiency of human resources have an important role. It is important to say, if you are to compute the cost of these activities from economical point of view, it makes a steeply cost for the family to provide.
Women also actively participate in various economical sections, and are categorized as the half of the active population of the country. They are directly affiliated in the economical development of a country and work very hard for that. It is important to mention that doing these activities simultaneously puts a huge burden on women's shoulder and it is the role of family members to help them in housekeeping jobs, also it is necessary that planners and policy makers provide good working opportunities for them that is suitable for their family responsibilities (especially parenting). In this way women can develop and promote the human personality and show their talents. This can be done by investigations like this and different researches about aims and motivations, barriers and importance of women's employment, and also implementing them in economical planning (Cortis and Vincent, 2005) .
The published statistics from labour organization (2003) indicates that glass ceiling does exist either in developed countries or developing countries. This ceiling in developed countries is close to management centre, while in developing countries is close to lower organizational levels. The statistics of women's delegation to key positions and management positions is indicated in the table below. The statistics show that in Iran, about 5.2 percent of managers are women, and as we move to upper levels of management this value decreases. And it is about 1.4 percent, for director general and assistant. Based on the statistics it is important to understand about the reasons of glass ceiling creation in Iranian organizations and try to decrease those probable factors. (McStravog denise, 2010). According to the Census of Population and Housing Statistics of statistical center of Iran in 2007, the population was 70495000, from which 50.88 % were males and 49.12 were females. Based on the latest statistics of statistical centre in Iran, there is a huge gap between males and females economic participation rates. And the economical participation rate for males is 72.9 percent and for males is 18.5 percent (Zahri et al., 2005) 
Operating factors in the creation of Glass Ceiling
To investigate the operating factors in the creation of glass ceiling effect, there have been many research studies. Each of these studies has sought the different reasons in the creation of glass ceiling effect.
Based on the Glass Ceiling Commission of the Unite States of America, the most important reasons in not delegating women the appropriate management jobs are:
Traditional Recruitment Networks, Bias in women hiring and advancements, No promotion regarding equal opportunity law, not having suitable educations to reach management positions, being seen as a direct threat to men's leadership opportunities and their improvements (Sook, 2006) .
According to Nelson and Besage (1970) indications, Stereotypical vision of women is one of the most important obstacles to their improvements in the organizations. They have reported that excellent characteristics of successful middle position managers are more similar to the characteristics of men than that of women.
Lack of opportunities for women's advancement in organizations, the dominance of male managers in organizations, lack of female role models as an administrator in organizations, and the racism sense of masculine are among the major reasons of not delegating women to management positions (Okafor et al., 2011) .
Also Oconnor (2001) , mentioned that the most important factor to facilitate the progress of women in management positions and management positions can be their educational and development achievements. In their findings they also indicated that in the current situation, it's more probable that men can make use of educational opportunities. Syeda Qudsia Batool (2001) , point of importance in his research investigation was that the management positions are difficult and need time and effort; in this case, many women are not interested in tackling with such works since they need so much time and effort. This is also because of the heavy housing duties put for women.
The study about women in managerial positions done in the 1000-member companies of Fortune, the inhibiting factors for women's managerial positions were counted as below:
1-Women's lack of managerial experience 2-Absence or shortage of successful women in managerial positions 3-Lack of flexible housing program for women 4-Lack of a way-forward path for women in organizations 5-Men's refusal of women colleagues 6-The rare working positions for women in organizations 7-Women's inability to do the kind of jobs that needs to be away from family (Sprague, 2001 ).
Sook (2006), have also mentioned the three inhibiting factors for women in managerial positions: 1-Pressures coming from their jobs, such as long working hours, hard working styles, and work responsibilities 2-Related pressures in the leadership role of women in management positions, such as being the role model for other women, and the problems of women's minority in a group 3-Pressures arising from domestic commitments, such as commitment to women's maternal family, the dual role of the family -work, and conflicting with women's roles in the family way and the role of administrator. (Zahri et al., 2005) . Problems because of women's dual roles (agreement issues in managerial jobs and maternity life); Lack of coordinate groups to support women Family satisfaction problems in women's delegation to managerial positions the thinking that men are only the breadwinner of the family among the named categorizations, cultural factors, social factors, organizational factors, and personal factors are the most effective matters in women's promotion (the factors are ordered).
It is estimated that women's awareness has some effects in their attitude. It is also believed that the more women are educated, the more visible the glass ceiling would be. The reasons of glass ceiling creation can be investigated from 2 perspectives: 1) From one side, it is supposing that women themselves accept the existence of such barriers. In this way, we can say the reason that women don't embrace managerial positions is due to heavy housing and maternity responsibilities. If this is the case, women tend to keep their current position as a conventional expert or to most extreme as a master expert. This can happen if they are doing risk taking jobs (like financial affairs).
Probably women think that it's better to spend time and energy for other kinds of jobs, or based on another supposition; women's capability to accept organizational positions is equal to that of men's or even sometimes better than men's capabilities. And the problem is with organizational environments that prevent women to achieve and make use of their capabilities. In other words, the reason of the creation of this invisible barrier mostly refers to gender, and cultural points of view rather than women's inability.
AIMS AND OBJECTIVES OF THE RESEARCH
Main Objective
This research aimed at investigating women's promotion barriers in managerial positions. 
Other Objectives
RESEARCH HYPOTHESIS
Research hypothesis number 1
The above mean effect of organizational factors in not appointing women to managerial positions in state organizations
Research hypothesis number 2
The above mean effect of cultural factors in not appointing women to managerial positions in state organizations.
Research hypothesis number 3
The above mean effect of personal factors in not appointing women to managerial positions in state organizations
Research hypothesis number 4
The above mean effect of social factors in not appointing women to managerial positions in state organizations.
METHODOLOGY
Since the aim of this research paper is to investigate the current situation, it is categorized as a descriptive research paper. Also, this research paper aimed at finding the effective reasons in not delegating women to managerial positions based on gender difference. In this case the research is a survey.
Population
Since the aim of this research paper was to seek men's and women's point of view regarding the reasons of glass ceiling creation, we tried to choose the organizations whose employees were mostly women. Based on the conversions we had with the experts, it was concluded that the structure of the organizations is consisted of the women as the majority. And the data analysis is based on this type of organizational structure (the majority of women employee).
The population in this research study includes all the state organizations in Isfahan. Among this huge population, all the personnel of head departments of education, technical and vocational, labour and social affairs and welfare organization including 637 people were selected. Among these selections, 267 people were from head departments of education, 55 people were from technical and vocational organization (including employees and contracts), 195 people were selected from welfare organization, and 120 people from labour and social affairs. 
Calculating Volume Sample
To calculate volume sample of this research study, the researcher used 30 questionnaires and p values were calculated as (p= 0.68 and q=0.32). Based on the below formula the certainty level was calculated as 95 %.
The required number of samples in this study is 219, of which 199 questionnaires have been returned questionnaires. Questionnaire return rate is 91%.
Sampling in this study is proportional to size sampling. The size of each of the samples studied was proportional to the population size of each of the organizations under study, and was collected and distributed randomly. 
Instrument
In this study, due to the ease of analysis and economy of time, the researcher used closed ended questionnaires. And to improve the accuracy of results the researcher used interviewing techniques. The attitude scale that the researcher used was a Likert scale, and it was categorized from very low to very high.
In this study, based on the theoretical issues; the questionnaire was developed in 2 parts. The questionnaire had 3 demographic questions and 25 questions to satisfy the needs of this research. Before the study was run, the researcher piloted the study in a sample of 30 to decrease any probable problem and to increase the reliability and validity of the questionnaire. The table below indicates the variables of this study with the questions: 
Reliability
To calculate the reliability of research instrument (questionnaire), the researcher used alpha-cronbach method of investigation. To investigate the questionnaire reliability, the questionnaire was piloted to a sample of 30 people, and the calculated reliability was: 0.88, which indicated a high reliability. 
Procedure
The analysis of this research study was based on two methods of investigation, namely: descriptive and inferential statistics.
To provide a sufficient description of the data based on descriptive statistics, the researcher used: Frequency, Percentage, Mean and standard deviation.
After the analysis of descriptive data, the researcher used the inferential analysis to analyse the hypothesis. The inferential statistics used are:
Kolmogrov test, Smirnov test, single variable, tindependent test, Friedman, ANOVA, and LSD test.
RESULTS AND DISCUSSIONS
1-The above mean effect of organizational factors in appointing women to managerial positions. Comparison of mean score of organizational influences on women being appointed to managerial positions (with supposed mean of 3) Based on the results of t in table, it's indicated that at p≤/05 the results have been meaningful. And it's concluding that the effect of personal factors is less than average effective in appointing women to managerial positions. 4-The above mean effect of social factors in not appointing women to managerial positions in state organizations Based on the results of the table, it's indicated that it is not meaningful at p≤/05 and we can say that: social factors have an above mean effect on the appointing of women to managerial positions.
Ranking of Variables
In investigating whether the variables of the study are the same or different, the researcher has used variance analysis test.
It should be noted that only ¬ Friedman test, can investigate the equality of rankings. And priority ranking can be calculated by the Friedman test which is a descriptive case. 
Table10: Friedman table
ANOVA test
ANOVA was run to find out the similarities and differences of the variables under the study. The table indicates that the observed F of organizational factor at p≤/05 is meaningful. It is concluding that organizational factor is different in different organizations. The results indicated that the most percentage of received scores refers to two factors, naming: Women's sensitivity and Women's inability to do jobs that they need to be away from the family. And the least percentage is for inexperienced women.
Analysis of variance based on organization
Results from the interviews
The results of analysis of the study hypothesis
Based on the results of t-tables, it is indicated that the hypothesis haven't been meaningful at p≤/05 level. It is shown that the difference between mean scores of the questions with the hypothetical answer of 3 is not meaningful. And the organizational factor has the effect of less than mean in not appointing women to managerial positions. In this way, the first hypothesis is not accepted.
In contrast, the organizational factor has the above mean effect of appointing women to managerial positions and the second hypothesis is accepted. Also, the third hypothesis is not accepted because personal factor has the less than mean amount in not appointing women to managerial positions.
In contrast again, the social factor has the above mean effect in appointing women to managerial positions, and the forth hypothesis is accepted.
In sum, cultural factors, and social factors, are the most effective factors in the creation of glass ceiling effect and in not appointing women to managerial positions in Iran.
The results of the Analysis of Interview
Based on the analysis of organizational factor, lack of equal employment opportunities between men and women is the most effective factor in not appointing women to managerial positions. In contrast, the least effective factor refers to lack of equal educational opportunities for men and women. And this is indicated in interview analysis.
Also in the analysis of table in personal factor, it was concluded that women's inability to do the kind of jobs that needs staying away from the family, and women's sensitivity, are the most effective factors in not appointing women to managerial positions. In contrast, the least effective factor refers to inexperienced women. This is made prominent in the analysis of questionnaire results and women's sensitivity.
